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Abstract 
The prime concern of this research is to investigate the rapport between human resource (HR) professional’s 
perception towards electronic human resource management (eHRM) and their satisfaction for eHRM usage. Data 
were obtained from 180 HR professionals in banking industry of Bangladesh using purposive sampling technique. 
For data analysis, one-way ANOVA test along with other correlation techniques are exercised as statistical tools. 
Results indicate that software quality, perceived usability, perceived usefulness, and user support have a strong 
association with user satisfaction that is developed from eHRM usage. The research explores a positive rapport 
between HR personnel’s satisfaction for eHRM usage and HR personnel’s perceptions towards eHRM. Moreover, 
the study reveals that the demographic variables (gender, age, educational level, etc) have no influence on 
perception towards and eHRM satisfaction. The findings of the study will be helpful for the HR managers to take 
necessary steps to grab the maximum benefits of eHRM usage. 
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1. Introduction  
Currently, human resource (HR) professionals are more reliant on information systems (ISs) to perform HR 
activities efficiently and effectively due to tremendous advancement of information technology (IT) (Masum et al., 
2015). Realizing the immense features and benefits, they move from traditional human resource management 
(HRM) to eHRM (Masum, 2015). Researchers attested that an eHRM automates HR services in the HR 
department.it delivers efficient HRM facilities for the entire organization (Strohmeier, 2009), thus eHRM becomes 
a strategic actor within the organization (Ibrahim and Yusoff, 2015). 
The HR work routines, activities, personnel’s competencies and capabilities are changed as well during the 
conversion of HR from managerial expert to tactical partner. Therefore, two vital issues are arisen: whether HR 
personnel will receive these modifications and whether the company will face any accidental consequence (Wiblen 
et al., 2010). The contemporary research stated that strategic transformation of HR department may introduce some 
unanticipated consequences for HR department especially for individual HR personnel in the HR department. 
Nowadays, eHRM study is in the initial phase for the organizations of Bangladesh (Masum et al., 2020). As far 
our knowledge goes, there is no research on employee perception and their satisfaction with eHRM usage in 
context of Bangladesh. Thus, there is scarcity of research for finding the factors of HR personnel’s perception and 
their satisfaction for eHRM usage (Alam et al., 2016). The prime aim of the study is to define the relationship 
between HR personnel’s satisfaction for eHRM and HR personnel’s perceptions towards eHRM. Also, it is 
intended to expose that whether the demographic variables i.e. gender, age, etc. have any effect on perception 
towards and eHRM satisfaction.  
 
2. Background of the study and related works 
2.1.  Electronic human resource management (eHRM) 
eHRM is considered as an umbrella term (Bondarouk & Ruël, 2009). It is used to indicate all probable combination 
mechanisms and contents within the IT and HRM department. It is expected at creating value within and across 
companies for the HR manager and selected employees (Stone et al., 2015). Masum et al. (2013) agreed that eHRM 
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pays considerably to the different HR functions such as payroll,, administration and pension sharing shared 
database to all HR related units. Subsequently, the HR section becomes a tactical business partner after employing 
the eHRM (Wright, 2008). Researchers have recently stated that eHRM is interchangeably used as web-based 
HRM, human resource information system (HRIS), and Intranet-based HRM (Masum, Beh, Azad & Hoque, 2018). 
2.2.  HR personnel’s attitude for eHRM 
After implementation of eHRM, each person evaluates the newly implemented technology in terms of its simplicity 
of use and usefulness (Maier et al., 2013). One of the crucial success factors of eHRM implementation is HR 
personnel’s operating skills of the new software (Lukaszewski et al., 2008). The past study indicates that 
organization will fail to realize the benefits of eHRM if HR personnel do not have knowledge and expertise to use 
the eHRM (Panayotopoulou et al., 2007). The shortage of expertise and knowledge confine HR personnel to 
explore the full potential benefits of an eHRM. Moreover, HR personnel may perceive the eHRM usage negatively, 
when they are unaware of all the potentials of an eHRM system. On the other hand, HR personnel who perceive 
the system as a facilitator for their work and strategic weapon for the organization they consider the eHRM as 
more useful. 
In an organization, eHRM implementation may be considered a stress event when employees perceive the change 
situation negatively (Lukaszewski et al., 2008). The eHRM implementation causes HR personnel to review their 
states at work (Vandenberghe et al., 2011). For example, HR personnel may perceive that they will fire after eHRM 
implementation owing to condensed demand for staff related with supervision rather than managerial tasks 
(Panayotopoulou et al., 2007).  
According to Masum et al. (2020), there is a perceptual belief: HR personnel’s perceived usability and perceptions 
of usefulness are linked to eHRM usage. So, this perceptual belief affects the attitude of HR personnel toward the 
eHRM usage. Furthermore, if HR personnel have sufficient skills and knowledge to eHRM usage, they evaluate 
an EHRM as positive. Therefore, extra work through training is essential to ensure the positive evaluation of HR 
personnel. Moreover, HR personnel develop a negative attitude towards eHRM usage if the system is challenging 
to use (Bondarouk and Ruël, 2009). About usefulness, HR personnel believe an eHRM to improvement the 
efficiency of HR activities (Lukaszewski et al., 2008), contribution in extensive variety of HRM decisions (Beckers 
and Bsat, 2002), automate managerial HR activities (Ngai et al., 2008) so that eHRM usage increases HR personnel 
standing with eHRM (Lawler and Mohrman, 2003). Moreover, Maier et al. (2013) stated that eHRM 
implementation has an intense effect on job satisfaction and intention to quit of HR personnel.  
Based on above discussion, HR employee’s role and his work routines are changed for implementation of eHRM 
in the organizations. The newly implemented eHRM is considered as negative approach when an employee does 
not like organizational changes that are occurred for eHRM. On the other hand, when an employee likes 
organizational changes that are occurred for eHRM he appreciates the eHRM implementation. Therefore, there is 
a possibility of decreasing or increasing of HR staffs job satisfaction and intention to quit the job. 
 
2.3.  HR professionals’ satisfaction with the eHRM 
Examination about technology adoption uses very much upheld hypotheses and structures clarifying an 
individual's IT innovation utilization (Ashraf et al., 2019). These can be valuable in becoming acquainted with the 
effects of an eHRM execution for both the existing and potential users of the software. Such investigation is usually 
performed on the TAM theory (Technology Adoption Model) and gives experimental proof highlighting 
individual's convictions and mentality toward the utilization of a software that impacts their expectations in 
utilizing the system and likewise their use behavior (Davis, 1989). A few investigations have evaluated and thought 
this relationship. Nonetheless, not all analysts agreed that the attitude and perception towards utilizing the software 
can foresee the conduct of HR staff's utilization in associations, especially when organizations command that their 
workers utilize new software (Masum, Mamun,, Islam, and Beh, 2020). At the point when associations are 
executing new technology or software demanding their utilization, workers will be compelled to utilize them, 
regardless of whether they hold negative mentalities and convictions towards the technology or software. It then, 
at that point follows that an individual's demeanor to the utilization of a newly implemented software may not be 
basically identified with the behavioral aim to utilizing it and the subsequent use behavioral (Brown et al., 2002). 
 
 
3. Research methodology 
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The comprehensive research methods and techniques for data collection, variable measurement, data analysis to 
achieve the objectives of the study are discussed in this section. 
3.1 Sample and data collection 
Two hundred HR professionals (HR executives, HR manager, HR officers) from 36 private banks participated to 
the study. The usable questionnaires were 180. The survey was conducted during September 2019 to November 
2019. In this study, purposive sampling technique was used to select suitable people for the sample as there are 
few organizations in Bangladesh that are using eHRM. 
3.2 Measure 
The developed questionnaire consists of three sections. First part comprises demographic credentials such as 
gender, age, education, work experience and their organizational position. For measurement instrument of the 
research, two scales were adopted. In first scale, software quality, usefulness, usability, and user support of eHRM 
applications were measured adopting 19 items. Among the four measurements, eight items were used to assess 
software quality that was adapted from past studies (Doll & Torkzadeh, 1988 and Davis, 1989). Five items were 
used to assess perceived usability that was adapted from Davis (1989); 4 items were employed to assess perceived 
usefulness was adapted from (Davis, 1989); and 2 items were used to assess user support that was adapted from 
Voermans and Veldhoven, (2007). In second scale, 3 items were used to measure user satisfaction for eHRM 
(Armstrong et al., 2005; Lin & Lee, 2006; and Wang, 2008). All the scale items in this study were revised in the 
eHRM setting. 
3.3 Data analysis 
Five-point Likert-type scale was for user (HR personnel) satisfaction and perception towards of HR personnel. 
The scale indicates “1: strongly disagree” to “5: strongly agree”. Parametric tests were adopted in this study. 
Initially, the normality of data was achieved by Kolmogorov-Smirnov test. The results showed that data was 
normally distributed. First, descriptive statistics was used to represent demographic data of respondents. Second, 
mean, standard deviation, and reliability test were used for research instrument validity. To examine the association 
between perception towards eHRM and user satisfaction for eHRM, Pearson correlation test was employed. Finally, 
to define the differences along with demographic qualifications, one-way ANOVA test and t-test were used. SPSS 
for Windows 20.0 package program was adopted for data analysis. 
3.4 Hypotheses of the Study 
In this paper, the association between HR personnel’s satisfaction for eHRM and HR personnel’s perceptions of 
eHRM are examined. Also, it is tested whether or not these two variables (HR personnel’s satisfaction and HR 
personnel’s perceptions) vary along with demographic variables such as gender, age and position. 
The prime hypotheses of this study are highlighted below: 
H1: There is a link between HR personnel’s satisfaction for eHRM and HR personnel’s perceptions towards eHRM. 
H1a: HR personnel’s perceptions towards eHRM show difference along with their job position. 
H1b: HR personnel’s satisfaction for eHRM shows difference along with their job position. 
H1c: HR personnel’s perceptions towards eHRM show difference along with their genders. 
H1d: HR personnel’s satisfaction for eHRM shows difference along with their genders. 
H1e: HR personnel’s perceptions towards eHRM show difference along with their education levels. 
H1f: HR personnel’s satisfaction for eHRM shows difference along with their education levels. 
H1g: HR personnel’s perceptions towards eHRM show difference along with their ages. 
H1h: HR personnel’s satisfaction for eHRM shows difference along with their ages. 
 
4. Findings and results 
To find the reliability of the measurement variables, Cronbach's alpha coefficients were calculated. The reliability 
values of perception towards eHRM and satisfaction for eHRM are 0.921 and 0.815 respectively. Hence, the results 
demonstrate that both of scales are internally consistent and reliable in social sciences (Gliem and Gliem, 2003). 
HR professionals form private banking sector participated to the research (n =180). Table 1 demonstrates a total 
of 112 males (62.22%) and 68 females (37.78%) completed and returned the questionnaires. The participating HR 
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professionals ranged in age from 25 to 60 years, of whom 34 people (18.89 %) are between 25-30; 65 people 
(36.11%) are between 32–36; 45 people (25 %) are between 37–42 and 36 people (20 %) are more than the age of 
43. The average age of the respondents was 37.56 years. Further, 16.11% of the participants (29 people) had a 
Bachelor's degree, 81.11% (146 people) had a Master's degree, and 2.78% (5 people) had an M.Phil degree among 
the HR professionals. Concerning their present position in the firm, 78 people (43.33%) were low-level HR officers, 
62 people (34.45%) were mid-level HR manager, and 40 people (22.22%) were top-level HR managers. The work 
experience of respondents was 6.25 years in average with the organizations. 
The descriptive statistics shows that the mean for perception of HR personnel to the e-HRM use scale was figured 
as 3.78 (SD: 0.73) and the mean for HR satisfaction for eHRM fulfillment scale was calculated as 3.69 (SD: 0.69). 
The standard deviation and mean values for each variable were described in table 2. All variables recorded 
moderate scores. In table 2, the results show that the respondents provided responses to the two scales as "agree". 
In perception towards scale, 4 elements of the scale are assessed near one another and respondents see eHRM 
related work nearly with a similar significance. Similarly, the mean of the dimensions of user Satisfaction for 
eHRM scale was calculated as 3.69 (SD: 0.69). Here, it is observed that the respondents highlighted the 
significance of eHRM, and simultaneously they are satisfied with the eHRM software. So, hypothesis H1 is 
accepted. 
 
Table: 1: Demographic information of respondents 
































Top-level HR managers 
Mid-level HR manager 
























To test the association between HR personnel’s satisfaction for eHRM and HR personnel’s perceptions of eHRM, 
Pearson correlation analysis was applied. In line with the results, a positive and very strong relationship was found 
between HR personnel’s satisfaction for eHRM and HR personnel’s perceptions of eHRM. And, the correlation 
value is 0.857 (p < 0.01). So, H1 hypothesis is accepted. 
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Table 2.Mean, Standard Deviation values of the dimensions and scales 
Scale and Dimension Mean SD N 
Software quality 3.82 .71 180 
Perceived usefulness 3.76 .79 180 
Perceived usability 3.85 .68 180 
User support 3.61 .72 180 
Perception towards (total) 3.78 .73 180 
User satisfaction for eHRM 3.69 .69 180 
 
In table 3, likewise, the connection between eHRM measurements of perception and user satisfaction from eHRM 
was examined to understand this positive association better. A correlation examination was performed between 
each of the variables and user satisfaction from eHRM to detect the significant influence of the construct. The 
results also indicate that software quality has a positive correlation with user satisfaction (r=0.588, p<0.01). 
Consistently with perceived usefulness has positive correlation with user satisfaction (r=0.666, p<0.01). Similarly, 
perceived usability has positive correlation with user satisfaction (r=0.588, p<0.01). Additionally, user support was 
positively related to user satisfaction (r=0.452, p<0.01). As expected, facilitating conditions was also correlated 
with user satisfaction (r=0.452, p<0.01). 
 
Table 3: Correlation between perception towards dimensions and user satisfaction for eHRM 
Variables 1 2 3 4 5 
1.Software quality 1     
2.Perceived usefulness .773** 1    
3. Perceived usability .771** .595** 1   
4. User support .588** .745** .689** 1  
5.User satisfaction for eHRM .675** .771** .591** .761** 1 
**p<0.01 
The t test was used to define whether HR personnel’s perceptions towards eHRM show difference or not along 
with position variable. Therefore the results show a difference which was statistically significant between these 
two variables (p: 0.007 < 0.05). So, H1a is an accepted hypothesis. 
So, it is observed that the perception of HR staff working as top-level HR managers, mid-level HR managers, and 
low-level HR managers are different. As per the results (top-level HR managers 3.92, mid-level HR managers 3.67, 
low-level HR managers 3.03), the perception towards of top-level HR managers and mid-level HR managers are 
significantly altered and significant from the perceptions of low-level HR managers. 
 












5.786 3 1.929 6.123 .009 
Within Groups 32.674 56 .584   
 Total 38.460 59    
 
After that, to detect whether or not HR personnel’s satisfaction from eHRM shows difference along with their 
position, one-way ANOVA test was utilized. The analysis indicates statistically significant difference between 2 
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variables (p: 0.028< 0.05). So, H1b is an accepted hypothesis. 
The results also show that the satisfaction of HR personnel as top-level HR managers, mid-level HR managers, 
and low-level HR managers are different. Table 5 indicates that as per the results (top-level HR managers 3.87, 
mid-level HR managers 3.61, low-level HR managers 3.10), the eHRM satisfaction of HR executives/ senior HR 
executives and HR manager are statistically altered and significantly from the satisfaction of HR officers/senior 
HR officers.  
 












5.988 3 1.996 4.189 .028 
Within 
Groups 
43.781 56 .781   
 Total 49.769 59    
 
Table 6: summary of research hypothesizes 
Hypothesis p-value Result 
H1: There is a link between HR personnel’s satisfaction for eHRM and HR 
personnel’s perceptions towards eHRM .000 Accepted 
H1a: HR personnel’s perceptions towards eHRM show difference along with their job 
position. 
.009 Accepted 
H1b: HR personnel’s satisfaction for eHRM shows difference along with their job 
position. 
.028 Accepted 
H1c: HR personnel’s perceptions towards eHRM show difference along with their 
genders. .189 Rejected 
H1d: HR personnel’s satisfaction for eHRM shows difference along with their 
genders. .231 Rejected 
H1e: HR personnel’s perceptions towards eHRM show difference along with their 
education levels. .786 Rejected 
H1f: HR personnel’s satisfaction for eHRM shows difference along with their 
education levels. .453 Rejected 
H1g: HR personnel’s perceptions towards eHRM show difference along with their 
ages. .099 Rejected 
H1h: HR personnel’s satisfaction for eHRM shows difference along with their ages. .179 Rejected 
 
In this study, t-test and one-way ANOVA test were applied to detect whether or not perception of eHRM and 
satisfaction from eHRM show difference along with gender, education and age variables. Table 6 indicates no 
statistically strong difference was between gender, education and age. The summary of all hypothesizes are shown 
above. 
Yuslizaa and Ramayah (2012) surveyed on 154 HR professionals to extract the factors that can affect attitude 
towards eHRM. They found employee attitude had an excellent relationship with clarity of eHRM goals, perceived 
usability, perceived usefulness, user support, user satisfaction for eHRM, social influence and facilitating 
conditions. Recently, Bal et al. (2013) revealed a relationship between employee satisfaction for eHRM and HR 
personnel’s perceptions of eHRM in Turkey firms. So, this research also explored the same directions. 
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5. Conclusion and recommendations  
In this study, HR personnel’s satisfaction for eHRM usage and HR personnel’s perceptions towards eHRM were 
examined. Among all dimensions selected for eHRM such as software quality, information quality, perceived 
usability, and user support for eHRM have positive and very significant relationship according to correlation 
analysis. The results also found no relation between demographic variables (gender, age, and education level) and 
perception towards as well as eHRM satisfaction in usage. The results of the study disclose that HR personnel 
perceive eHRM as useful and adequate user supportive; so HR personnel are satisfied with the eHRM. It was also 
found that both HR personnel’s satisfaction and perception towards eHRM indicate difference along with position 
variable.  
The eventual outcomes of the exploration could be generalized for different nations such as in Latin America, 
South East Asia, North Africa, and Middle East. This may work with more profound bits of knowledge in regards 
to the adaption of advanced technology and the utilization for the firms. With larger sample size Longitudinal study 
can be adopted for further analysis. Other research approaches and be employed that include case studies to provide 
inclusive insights in the future. 
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